The aim of this study is to perform a meta-analysis which analyses the individual research findings which pertain to the relationship between self-efficacy, employee motivation and work related performance of the employee. From the results of the study it is observed that self-efficacy theory can be applied for work related performance in terms of motivating different employee related facets as well as organizational pursuits. In this study the researcher has attempted to assess the influence of self-efficacy on the performance of individuals at workplace and the mechanism by which self-efficacy of an individual determines his/her work related performance and motivation. Thus, it becomes necessary to identify the practical implications of the outcomes related to improving employee self-efficacy in order to motivate them and improve their performance.
Introduction
Albert Bandura's social cognitive theory that was published in the year 1986 focuses mainly on the concept of self-efficacy, which is considered as "one of the most theoretically, heuristically and practically useful concepts formulated in modern psychology" (Betz et al., 1996, p. 47) . Other authors have also given their opinions on self-efficacy. For example, Lent et al. (1996) states that self-efficacy actually refers to "people's judgment of their capabilities to organize and execute courses of action required attaining designated types of performance" (p. 83). The foundation for personal achievements, personal well being and human motivation is provided by self-efficacy. Bandura (1977) regards the role of self-efficacy beliefs in human functioning as "people's level of motivation, affective states, and actions are based more on what they believe than on what is objectively true" (p. 2).
Self-efficacy has an impact on an individual's emotional reactionsand thought patterns. Self-efficacy can also be described as a function of self beliefs with which individuals can accomplish a task (Bandura, 1986) . Thus it can be said that high perseverance that is associated with self-efficacy will most definitely lead to increased performance and productivity. Self-efficacy has proven to be good measurement with which to predict behavioural outcomes when compared to any other motivational construct, especially in psychology and education (Graham &Weiner, 1996) . Denise Rousseau endorsed the recent book on Psychological Capital by Luthanset al., (2008) and stated "it shows how recent breakthroughs in the positive psychology movement can translate into benefits for companies, managers, and workers." 1992; Hysong& Quinones, 1997; Prussia, Anderson, &Manz, 1998; Stajkovic&Luthans, 1998) . It is likely that a person's 'high' in self-efficacy would surpass less efficacious individuals in relation to factors such as promotions or career success or salary. The current study shows that the above mentioned factors are related to self efficacy. A variety of studies that have carried out researches on the subject of self-efficacy have discovered that it mediates the relation between self-leadership strategies and performance (Prussia et al., 1998) and also between verbal persuasion, performance attainment, ambition and physiological arousal (VanVianen, 1999) .
Self Efficacy and Employee Performance
Success in a realm is closely linked to self-efficacy in the realm (Bandura, 1997) . Higher self-efficacy in a realm is associated with good outcomes, ranging from greater job satisfaction and performance (Judge & Bono, 2001) , to better physical and mental health (Bandura, 1997) , to better academic performance (Bandura, 1997; Robbins et al., 2004) . For example, students with higher academic self-efficacy show better academic performance (Robbins et al., 2004) . Priming a high self-efficacy component of a self-schema for a realm might result in outcomes similar to those found for individuals who have characteristically high self-efficacy in a realm. Related to this notion, previous research in other areas indicates that manipulating individuals' perceptions with respect to motivation will have an impact on their performance (DeDonno&Demaree, 2008) .
Job involvement and organizational commitment measures have been found to have an impact on employee motivation (Blau, 1988) . Any impact on an employee's commitment to her career is found to be associated with his ability to link his motivation to her performance levels and an antecedent to this motivation is his self-efficacy (Morrow, 1993) . There has been a great deal of importance given in research to the level of commitment an employee gives to his career. This is important as a career is not only a source of income for the individual to sustain but also one which presents a great deal of occupational meaning as well as continuity as well ensuring a great deal of employment security (Aryee et al., 1994 ). An individual's behaviour is associated with the degree of commitment he shows to his career. Any individual who has the ability to show commitment to his career always is found to make an attempt to improve his skills and motivate himself to perform well. Such an employee is also found to spend time in terms of developing his skills (Aryee& Tan, 1992) and promoting his self efficacy by showing better job involvement (Blau 1989) .
There has been a great deal of evidence which has linked the importance of employee self efficacy and his performance including the ability to adapt to advanced technologies in the workplace like internet or new software (Hill et al., 1987) , ability to cope with current changes in career plan (Stumpf et al., 1987) , ability to generate new ideas and grow to a managerial level (Gist, 1989) , ability to perform better as a team (Wood et al., 1990) , ability to acquire more skills (Mitchell et al., 1994) . There have been a number of reviews which have examined the impact of self efficacy on organizational settings however there have been very few which has examined the overall impact on employee performance as well as once which links self efficacy directly to motivation hence performance. Previous studies have shown that both self efficacy and motivation are both integral part of performance and both these factors contribute to a good service quality, effectiveness and efficiency in the workplace.
Despite the significant amount of efforts from the academic community on understanding conscientiousness-performance relationship "very little research has examined the mechanisms through which personality traits influence performance" (Barrick et al., 2002, p. 43) . Thus in general it can be stated that self efficacy could be a precursor to career commitment. The present study tries to answer whether self efficacy affects motivation and performance of employees. Thus it can be assumed that there might be a degree of association between motivation, employee performance and self efficacy. In consistent with previous studies, the current review hypothesize that "self-efficacy may be considered a factor positively contributes to the employee morale and in turn productivity". The aim of this study is to perform a review which aggregates and analyzes the individual research findings which pertain to the relationship between self efficacy, employee motivation and work related performance of the employee.
Research Methodology
A wide range of search methodologies were examined by the researcher in order to identify relevant published and unpublished studies. The researcher reviewed the literature from the period 2000 -2012. To identify relevant studies, we began by performing database searches using the keywords: "self-efficacy," "employee", "motivation," "performance", "satisfaction" "engagement" "leadership" using the Google scholar, Emerald fulltext, and Science Direct and Web of Science databases. The researcher independently extracted data using standardized data extraction forms. When any doubts or conflicts arose they were resolved by consensus or, when necessary, by a second reviewer. Reviewers extracted information on study design.
Inclusion Requirements
The main requirement for inclusion in this review was that 1) Authors had to have examined impact of self efficacy in moderating employee's perception as an independent variable to determine the effectiveness of the same in impacting their performance levels.
2) This study ensured that the definition of self efficacy adopted in any of the operational variables was according to the definition of Bandura (1977) . The two main aspects of self efficacy which were considered were self efficacy magnitudes, self efficacy strength'''
3) With respect to employee performance the researcher ensured that task performance for work related attributes was identified.
4) Include motivation related concepts that fit our conceptualization 5) Report results of an empirical study, 6) Employ a field sample (employees working either full or part time), 7) Report findings in the English language.
Results and Discussion
The summary of research articles which have been collected for this study has been given in A theoretical understanding of the employee engagement is done in a study by Luthans et al., (2002) . The study has a sample population of 170 managers whose psychological state of self-efficacy is evaluated in order to see if they have an impact on the relationship between their employees' measured engagement and a multiple measure of the managers' effectiveness. The results of the study show that the self efficacy does play a mediating role in the relationship between managers rated effectiveness and an employee's engagement. Therefore there is ample evidence that show there exists a strong relationship between self efficacy of managers and employee's engagement and this relationship plays a vital role in a manger's effectiveness. Implications for effective management development and practice are discussed.
The study by Day& Allen (2004) analysed the impacts of motivation and self-efficacy in improving the work related performance of the employees. The link between career mentoring and successful performance is found to be extremely mediated through career motivation whereas this link is only slightly moderated through career self-efficacy. This is the first study that illustrates the inter-link among mentoring, career self-efficacy, career motivation and indicators of career success.
The aim of the study by Tai (2006) identified the impact of training framing on the motivation and self efficacy of employees. The findings indicate that supervisor training was found to impact employee self efficacy and motivation and ultimately affected their reaction, learning and transfer motivation. Objective measures were a part of the study design along with longitudinal self reports. Relevant information was collected from a team of employees (126) who were attending a training program meant for introduction of computer software operation and design. During the course of the training program, the attendees were asked to take the survey and answer questions at different points like the beginning of the program, middle of the program and the end of the program. The trainees learning performances were obtained after the final session of the training program. The analysis of the results indicated that the training framing had a significant positive impact on the employees training motivation and training self efficacy. This study did not take into account some contextual determinants including post training accountability and organizational climate which is a limitation which needs to be acknowledged.
The study by Al-Eisa et al (2009) aimed at understanding the effect of self efficacy, supervisor support and motivation on transfer intention. The results identified that motivation to learn was found to have a direct impact on learning transfer and mediates the relationship of self efficacy and transfer intention.
The study by Ballout (2009) examined the impact of self efficacy on employee career commitment. The study identified that self efficacy and career commitment were positively linked and impacted employee performance.
From the study of Kellet et al., (2009) the impact of collective efficacy and self efficacy on performance of an employee and his career development was identified. The results of the study indicate that collective efficacy rather than self efficacy had a direct impact on task performance of an employee and his career development.
The study by Mayfield and Mayfield (2009) examined the impact of leadership language as a motivator of employee self efficacy and performance. The study results indicate that there is a direct relationship between the proposed variables. The study shows that the employee self efficacy improves 34% by leader motivating www.ccsenet.org/ijbm
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The study by Liu et al., (2010) examined the association between leadership, self efficacy and employee satisfaction. The results indicate that self efficacy of the leader mediates the relationship between leadership and employee satisfaction and performance. Niu (2010) examined the link between self-efficacy and career commitment of 1025 employees of foodservice industry. This link has been confirmed through the ANOVA of survey data. Positive correlation between self-efficacy and career commitment has been identified using a chi-square test. In this study, the employees with higher self-efficacy were found to be highly committed in their job.
The relationship between employee self efficacy and ability to manage transactions and disputes is examined in the study by Leon-Perez et al., (2011) . The study results suggest that higher self efficacy and motivation enabled better ability to deal with transactions and disputes.
Self-efficacy, intrinsic motivation and job satisfaction were factors that was studied by Olusola (2011) in order to investigate their influence on industrial workers performance in order to discover a way to increase employees' productivity in Nigerian industrial settings. The research study's results indicated two things. The first identified that self-efficacy, intrinsic motivation and job satisfaction will predict the job performance of industrial workers. The second presented the idea that each of these variables will predict the job performance of workers.
The link between transformational leadership, learning ability and creativity of the employees has been studied by Ghafoor et al., (2011) . In addition to that the mediating impacts of self-efficacy on the link between these factors have also been examined in this study. Ghafoor et al., (2011) have collected data from a sample of 176 employees and managers from banking industry and confirmed the relationship between these factors. This study confirmed that the relationship between performance and creativity of the employees is extremely moderated by self-efficacy and there is no such mediation in the case of relationship between transformational leadership and creativity of the employees.
In China, there has been a study on the impact of self-efficacy of 226 employees who were from four different manufacturing firms (Pan et al, 2011) . It was identified from this study that supervisory mentoring is determined by the self-efficacy of an employee. The impacts of supervisory mentoring on work related performance and job satisfaction are moderated by self-efficacy via personal learning. Thus, there exists a positive correlation between the self-efficacy of an employee and mediated effect on work related performance. However, self-efficacy and the mediated effect on job satisfaction are found to be negatively correlated.
The performance at an organisational level, individual level and at a team level all have been significantly influenced by improvements in the work engagement according to a study by Chaudhary et al., (2012) . The primary objective of the current study is to determine the effects of occupational self efficacy and human resource development in relation to work engagement among the business executives who are working in various organizations across India. Furthermore the study also strives to delve into the influence of HRD on the work engagement and self efficacy relationships. For the current study a sample of 150 individuals from various spheres of the business world including private sector manufacturing and public sector manufacturing were taken. Information was collected by using online surveys and by direct face to face contact. The study discovered significant relationships among the numerous variables. All the study hypotheses were supported and the environment surrounding the human resource departments was found to play a role in occupational self-efficacy and work engagement.
Judeh (2012) evaluated whether the characteristics of a job had any influence or impact on the workers performance and self efficacy. The authors utilized a methodology that consisted of a questionnaire based survey in which 279 respondents working for corporations listed in technology and communication sector in Amman Stock Exchange participated. In order to check whether the gathered information supported the researcher's proposed model, a Structural Equation Modelling technique which is a statistics based technique was utilized. The analysis of the results indicated that job characteristics did have an impact on job performance and self efficacy; however there was no conclusive evidence that showed that self efficacy had an influence on job performance.
Conclusion
Thus it is observed from the above studies that self-efficacy theory can be applied for work related performance as well as organizational pursuits. As a result most of the management scholars and experts are interested in this theory. This is found to be related to views in literature. A lot of studies have concentrated on the student's learning efficacy with minimal focus on employees (Gist & Mitchell, 1992; Johnson, 2005; Joo et al., 2000;  www.ccsenet.org/ijbm
International Journal of Business and Management Vol. 8, No. 14; 2013 Stumpf et al., 1987 Zimmerman et al., 1992; Zhao & Seibert, 2005) . In addition to this individuals who have a high self efficacy are more likely to set themselves challenging goals which are most often achieved (Bandura & Locke, 2003; Stajkovic, 2006) .
Thus, it becomes necessary to identify the practical implications of the outcomes related to improving employee self efficacy in order to motivate them and improve their performance. The following implications are made by the author.
Firstly, performance of the employees is positively influenced by the overall self-efficacy. It is also proved that the organizational behaviour of the sceptical practicing professionals is usually influenced a significant amount of confidence. Secondly, complexity of the tasks as well as performance locus is found to moderate the link between self-efficacy and performance at workplace. These two factors play an important role in organizational settings as they have a tendency to deteriorate the link between self-efficacy and performance. With the increase in the complexity of task, this link has been proved to be weaker. However, the organizations can improve the performance of the employees with the help of the following suggestions:
Firstly, the employees should be provided with relevant details of the tasks assigned to them. The exact definitions and explanations of the tasks and context of tasks would help them to deal with the complex tasks.
Secondly, the managers should explain them about the technical skills required for successful performance. They should also instruct the employees how to select a proper method among the available methods while solving a complex task.
Thirdly, the managers should keep the work environment away from physical distractions. These physical distractions are found to induce negative thoughts, psychological stress and reduce team spirit among the employees. In addition to that the managers should improve the self-efficacy of the employees through effective training initiatives and make them successfully perform the complex tasks. The managers should also improve the cognitive skills and support them in taking up challenging tasks through training.
Researchers have discussed more about the concept of self-efficacy. However, there is no adequate review on the link between self-efficacy and performance at workplace. In order to fill this gap, the researcher has reviewed and analyzed the outcomes of the related literature. These outcomes were found to be related to work related performance. As a result, we should not expect them to reflect the overall of influence of self-efficacy perceptions on other activities. However, the influence of self-efficacy on occupational choice and job searching, health conscious as well as proper physical functioning in sports psychology and medicine, academic performance of the individuals, and flexibility are some aspects which have not been discussed in this study.In this study the researcher has attempted to assess the influence of self-efficacy on the performance of individuals at workplace and the mechanism by which self-efficacy of an individual determines his/her work related performance and motivation.
